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ABSTRACT 
The skills, competencies, and attitudes of employees determine the 
success or failure of any organization. The attainment of the 
objectives of an organization is determined in terms of profit or 
advancement of status. Thus, when employees do not perform well, 
the productivity of the organization suffers.  
This is a correlation study which explores the work attitude of 
employees using the variables such as generation, length of service, 
academic achievement, and employment status. A work attitude 
questionnaire (α=0.856) composed of statements relating to the 
manifestation and consideration of attitudes, habits, and behaviors 
was utilized. A total of 147 participants were determined using the 
purposive-convenient sampling procedure. 
Major findings include that female millennials as the foremost office 
personnel in the Institute. Majority are permanent employees with 
college degrees and have been working for more than ten years. The 
work attitude of the participants was excellent for Generation X 
participants, Master’s degree holder, employed as casuals, and those 
who have been working for more than five years. There is a 
significant relationship which was found between the participants’ 
work attitude and the variables generation, academic achievement, 
length of service, and status of employment.  
With these findings, it is then deduced that the work attitude of the 
employees is affected with their status of employment, generation, 
academic achievement, and length of service. Thus it is 
recommended that office personnel must pursue higher education 
and the management should provide avenue for their scholastic 
development. It is also recommended that further studies be 
undertaken to explore work attitudes alongside the performance of 
the participants such as punctuality and output. 
 
INTRODUCTION 
The skills, competencies, and attitudes of employees determine the success or 
failure of any organization (Angeles & Llanto, 2014). The attainment of the objectives 
of the organization is determined in terms of profit or advancement in status 
(Mayhew, n.d). Thus, when employees do not perform well, the productivity of the 
organization suffers.  Julie Boehlke (2015) stated that good work attitude determines 
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the productivity of the office. This is supported by Singh (2014) who found a 
relationship between work attitude and behavior across generations. 
Work attitude, in terms of job satisfaction and organizational commitment, has 
been found to have a significant effect on employee outcomes – performance, 
tardiness, absenteeism, turn-over, and working environment (Harrison et al, 2006; 
Garner and Hunter, 2011). Attitudes and values can vary depending on the 
environment, roles of an employee, and may also be a result of age and length of 
tenure (Chiu, Chang, and Wei. 2016; Gibson & Klein, n.d.)  
Attitudes are the map of the employees that allow them to adjust, navigate, and 
behave appropriately to their environment and various situations (Angeles & Llanto, 
2014). Studies exploring the effects of various variables towards employee behavior 
and attitude involved generation gap, marital status, and gender among others. There 
is a limited study on the effect of status of appointment and educational attainment 
toward employee outcomes. Accordingly, one of the major issues in the Philippine 
industry is that most employees are hired as “permanent casuals” (Handbook for APL 
Activist, n.d.). Using Maslow’s Hierarchy of Needs, security, or in the case of 
employees, job security is an important factor for each person (Feist & Feist, 2009).  
Maslow further argued that employee concerns need to be studied for the 
management to create and implement policies which will satisfy the upper levels of 
Hierarchy of Needs (Ewen, 2010).  
Thus, this study aims to describe the work attitude among the office personnel of 
MSU-Iligan Institute of Technology, Iligan City. Specifically, this is an attempt to find 
answers to the following research objectives: 
(1) Profile the participants in terms of generation, educational attainment, status 
of appointment, and length of service;  
(2) Level of work attitude of the participants; 
(3) Test the significant difference of the work attitude of the participants in terms 
of generation, educational attainment, status of appointment, and length of 
service; and  
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(4) Test whether there is correlation of the variables generation, educational 
attainment, status of appointment, and length of service on the work attitude 
of the participants. 
The results of this study will be significant to schools, office personnel, and human 
resource management offices (HRMO).  Schools, as training ground of the students 
for their employment, will be able to prepare the students and increase their 
employability. On the other hand, office personnel will be enlightened on what factors 
are best improved in order to perform well at work.  Also, the management will be 
made aware on what programs should be developed and implemented for the holistic 
development of the organization’s constituents. 
LITERATURE REVIEW 
Generation in the Work Place 
There are three primary generations now in the workforce, possessing unique 
characteristics affecting work ethic and relationship (Glass, 2007). Several studies infer 
that those belonging to Generation X and ‘Millennials’ value leisure more, see work as 
less central to their lives and display a weaker work ethic compared to the older 
generations (Twenge & Psychol, 2010). This is along the lines of the findings of 
Cennamo and Gardner (2008) showing the younger generations place more 
importance on status and freedom as their work values compared to the older groups. 
However, the study of Wong et al (2008) does not uphold commonly attributed 
stereotypes among generations. The observed differences are attributing more with age 
rather than generation. 
In the Philippines, Filipino workers in their mid-twenties and mid-fifties are 
found to be more alike than different. Both believe that work should provide personal 
growth, desire for development, contribution and cooperation. Younger workers 
however show marked preference for greater participation and empowerment in the 
workplace compared to older employees (Claudio-Pascua, 2005). 
Employment Status and Tenure 
In the Philippines, there are several types of employment status in the 
government – job order, casual, temporary and permanent. Job order, or individual 
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contract of services, refers to a type of employment where there is no employer-
employee relationship between the individual and the government (Resolution No. 
020790, 2002). Thus, the individual is paid on daily basis and does not enjoy benefits 
such as bonuses, Personal Economic Relief Allowance (PERA), Representation and 
Transportation Allowance (RATA), and leave benefits among others. Casual and 
permanent employments enjoy similar benefits except for security of tenure. Unlike 
permanent government employees, casual employees can be dismissed any time 
(Macaraya, n.d.). 
Permanent employees have higher organizational commitment and job 
satisfaction than part time workers when they work a preferred schedule but lower 
than part time workers when working an un-preferred schedule. Results however 
partially supported only the hypothesis for full time workers, but fully support the 
hypothesis for part-time workers (Lee and Johnson, 1990). 
Scholars are also concerned about the status of contingent employees. They 
hypothesized that temporary workers experience more adverse psychological job 
outcomes compared to permanent employees. Temporary employees report higher 
psychological well-being and life satisfaction after controlling for differences in 
satisfaction and security. Contracts with definite duration can lower individual well-
being because of heightened job insecurity.  Job insecurity can lead to serious negative 
consequence to job attitudes, organizational attitude, health, and to a point, their 
behavioral relationship in the organization (Dawson et al, 2014 and Sverke et al, 
2002).  Longer tenure improves employee work contribution while short-tenured 
employees have high turnover intention and less work contribution (Bal, Cooman, & 
Mol, 2013).   
Conceptual Framework 
           Independent             Dependent 
   Variables                 Variable 
 
 
 
 
Fig.1. Schematic Diagram showing the relationship between the independent 
variables and the dependent variable 
Figure 1 shows the independent and dependent variables of the study.  The 
profile of the participants is the independent variable while work attitude is the 
dependent variable. 
Profile of Participants 
 Generation 
 Status of Appointment 
 Length of Service 
 Educational Attainment 
Work Attitude 
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Abraham Maslow postulated that humans are driven by two motives – deficiency 
motive and growth motive. Deficiency motives (D-motives) are possessed by all and 
aim to reduce drives such as hunger, thirst, safety.  This motive may be satisfied by 
people or objects.  On the other hand, Growth motives (B-motives) are independent 
and unique to each person.  The aim of this motive is to increase pleasurable drives.  
Therefore, D-motives drive self-preservation and B-motives pushes for a better level of 
functioning (Ewen, 2010).   
Using these motives as basis, Maslow theorized that each person needs to satisfy 
various levels of needs in order to reach transcendence.  These levels are physiological, 
safety, social, esteem, and self-actualization respectively.  Each level of need has to be 
satisfied to a certain degree for a person to progress (Feist & Feist, 2009). 
For this study, generation, status of appointment, length of service, and 
educational attainment have relationships with the work attitude of employees.  Each 
generation has their own set of beliefs and experiences which may cause 
distinctiveness of attitude towards work.  Compensation and benefits, which include 
educational progress, of employees can also affect the perception and behavior of 
employees towards their work and organization.  The length of employment may also 
affect how employees respond to their organization and responsibilities.  Thus, the 
following null hypotheses are forwarded: 
H01: There is no significant difference of work attitude of the participants in terms of 
generation, educational attainment, status of appointment, and length of service. 
H02: There is no correlation of the variables generation, educational attainment, status 
of appointment, and length of service on the work attitude of the participants. 
 
METHOD 
This section of the paper presents the research design, participants, locale of the 
study, materials used and data analysis method. 
 Research Design 
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This paper is a quantitative research which utilized structured questionnaire in 
gathering the data. 
 Participants 
There are a total of 147 participants of this research, of which 52 are males and 
95 are females. They are MSU-Iligan Institute of Technology office personnel who are 
currently employed by the Institution. These personnel are stationed at the different 
administrative offices, colleges, and technical offices around the campus.  In 
determining the sample, this study utilized purposive-convenient sampling. The 
following criteria were used in deciding who would be included in the sample: 1) an 
office employee of MSU-IIT; 2) permanent or appointed as casual or job order; and 3) 
available during the time of data gathering. 
 Locale of the Study 
This research was undertaken in Mindanao State University-Iligan Institute of 
Technology (MSU-IIT) which is an autonomous unit of the Mindanao State 
University (MSU) System located at Iligan City, Philippines.  The Institute hosts 6 
colleges and 3 schools with several departments and 51 offices.  There are 116 
lecturers, 490 faculty members, and 413 office personnel.  Of these office personnel, 
288 are permanent, 125 are casual, and 73 are job order (MSU-Iligan Institute of 
Technology, 2014). 
 Materials 
This investigation utilized a structured questionnaire composed of two parts. Part 
1 covers the profile of the participants. Part 2 is the work attitude questionnaire 
(α=.856) which is composed of statements relating to the manifestation and 
consideration of attitudes, habits, and behaviors. The participants were asked to rate 
their degree of feeling or evaluation with the statements presented in a scale of 1 to 10 
where ten (10) is the highest and one (1) the lowest.  
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 Data Analysis 
Two statistical tools were used in this research. Descriptive statistics, like 
frequency count and percentage distribution were used in analyzing the data on the 
profile. Then in analyzing the data on work attitude, mean was used. In determining 
whether significant differences among the variables on work attitudes exist, Kruskal-
Wallis H Test was used. Kruskal-Wallis H Test, or the one-way ANOVA on ranks, is a 
rank-based non-parametric test that is used to test for statistical difference between two 
or more groups of independent variables (Laerd Statistics, n.d.).  Also, in testing for 
relationships, Kendall Rank Correlation (Kendall’s Tau-b) was used.  It is a non-
parametric test that measures the strength of dependence between variables (Statistics 
Solutions, 2017). 
The means of the level of work attitude are described as follows: Excellent (9.01-
10.00), Good (8.01-9.00), Average (6.01-8.00), and Poor (1.00-6.00).  
RESULTS 
 Profile of the participants. 
Generation. Of the total participants, 50% of them are millennial, 29% are 
Baby Boomer, are 22% are Generation X.  
Educational Attainment. Data revealed that 81% are college degree holder, 
16% finished Master’s degrees, and 3% are vocational graduates.  
Status of Appointment. It is revealed that 47% of the participants have a 
permanent job status, while 32% have casual status, and 21% are job order status. 
Length of Service. Findings show that 41% of the participants have been 
working in the Institute for more than 10 years followed by 36% of them who have 
been working for 1-5 years, and then followed by those working between 5-10 years. 
Lastly 10% of the participants have been working for less than a year. 
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Level of Work Attitude 
Table 1. Level of Work Attitude 
Variable Category 
WA 
Mean 
Interpretation 
Generation 
Baby Boomer 8.91 Good 
Generation X 9.30 Excellent 
Millennial  8.87 Good 
Educational Attainment 
Vocational 8.09 Good 
College 8.89 Good 
Master’s Degree 9.34 Excellent 
Status of Appointment 
Job Order 8.67 Good 
Casual 9.10 Excellent 
Permanent 8.98 Good 
Length of Service 
Less than 1 year 8.66 Good 
1-5 years 8.97 Good 
5-10 years 9.12 Excellent 
More than 10 years 9.04 Excellent 
 
Table 1 presents the work attitude of the participants in terms of generation, 
educational attainment, status of appointment, and length of service. In terms of 
generation, it is revealed that Generation X have “excellent” work attitudes (9.30) 
while Baby Boomers and Millennial only have “good” work attitude (8.91 & 8.87) 
respectively. Next, in terms of educational attainment, master’s degree holders have 
“excellent” work attitude (9.34) while college and vocational graduates only have 
“good” work attitudes (8.89 & 8.09). 
In terms of status of appointment, casual participants reported “excellent” work 
attitudes (9.10) while permanent and job order participants reported “good” work 
attitude (8.98 & 8.67). Lastly, in terms of length of service, participants who have 
been working for 5-10 or more than 10 years have “excellent” work attitudes (9.12 & 
9.04) while participants who have been working for less than 1 year to five years only 
have “good” work attitude (8.66 & 8.97). 
This study supports the results of Singh (2014) and Park & Gursory (n.d.) where 
Generation X employees have higher attitude towards their work. The difference in 
work attitude could be attributed to dissimilarity in life experiences – environment, 
technology, and society – that each generation encountered (Schroer, n.d.).  Identified 
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qualities of Generation X are practical, independent, successful, and hard workers 
(Mann, 2006). Comparably, Millennial office personnel may have lower work attitude 
because of their identified characteristics of being idealistic, having short attention 
span, values personal time more, highly selective, and segmented in terms of group 
cohesiveness (Halroyd, 2011; Schroer, n.d.; Mann, 2006). 
Differences on Work Attitude 
The Analysis of Variance in terms of the different profile categories, tested at 
0.05 level of significance, revealed significant differences in work attitude. 
 The generation category has an h-value of 13.0167 tested against 7.815 which 
means that there is significant difference in work attitude among participants who 
were born during 1945-1964 (Baby Boomers), 1961-1979 (Generation X), 1980-1995 
(Millennial). Next, the length of service has an h-value of 11.5163 tested against 9.488 
which means that there is significant difference among the participants who have been 
working for less than a year, between 1-5 years, between 6-10 years, and more than 10 
years.  
Subsequently, educational attainment has an h-value of 9.6416 tested against 
5.991 which means that there is significant difference among the participants who 
finished vocational courses, college, and masters. Lastly, status of appointment has an 
h-value of 11.7969 tested against 5.991 which means that there is significant 
difference among the participants who are permanent, casual, and job order.  
In summary, data reveal that generation, status of appointment, educational 
attainment, and length of service affect the work attitude of the office personnel of 
the Institute.  
Relationship of the Profile and Work Attitude 
Table 2. Kendall’s Tau-b Correlation 
Profile of the 
Participants 
Work Attitude 
N Correlation Coefficient Sig. (2-tailed) Interpretation 
Generation 135 -.157* .023 significant 
Status of Appointment 145 .149* .025 significant 
Educational Attainment 143 .197** .005 significant 
Length of Service 110 .171* .023 significant 
*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 2 presents the relationship of the variables which are generation, status of 
appointment, educational attainment, and length of service.  Results show that 
educational attainment has the strongest positive significant relationship with work 
attitude (.197) test at 0.01 level of significance. This implies that higher level of 
education results to better work attitude.  Next status of appointment and length of 
services have positive significant relationship with work attitude (.149 & .197) at 0.05 
level of significance.  This implies that better status of appointment and longer years 
of service results to better work attitude.  Lastly, generation is shown to have a 
significant negative correlation with work attitude (-.157).  This indicates that the 
younger participants have lower work attitude. 
DISCUSSION AND IMPLICATION 
The results highlight the importance of obtaining higher degree of education. 
This line of thinking coincides with the study of Liang et. al. (2013) in which they 
found that education and training have positive influence on the work attitude of 
employees (Liang, et. al., 2013). Accordingly, higher education allows better and in-
depth knowledge of the field and allows development of skills such as problem-solving, 
critical reasoning, and innovation (Tzanakou, 2014). 
The status of appointment of employees is shown to be a factor on how 
employees approach their work.   It is interesting to note, however, that casual 
employees have the highest work attitude.  While, permanent and job order 
employees rated their work attitude as good only.  It was discussed in the previous 
chapters that job security plays a vital role in the job satisfaction of employees which 
subsequently affects work attitude and behavior (Dawson et al, 2014; Wilkin, 2012; 
Sverke et. al., 2002).   The findings for this study only partially support this notion.  
Casual and permanent employees enjoy similar benefits except for the job security.  
Perhaps this security makes the permanent employees complacent on their work 
attitude. Accordingly, several articles and researches have highlighted how security of 
tenure had made teachers and other professionals uncaring and unworried on work 
evaluation which has been affecting their performance (Anthony Baghdady, 2015, 
March 9; Asbill et. Al., 2016; Guillebeau, n.d.) 
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Lastly, the comparison on the lengths of service shows that the longer an 
employee works for the organization, the better their work attitude.  Office personnel 
working for five to ten years or more rated their work attitude as excellent. This result 
relates to the findings of Bal et. al. (2013) where employees who worked longer have 
reported to contribute more to their organization whereas employees who are 
relatively new gives less contribution and expresses higher possibility of leaving.  
However, for this study, it should be noted that office personnel working for five to 
ten years have the highest rating for their work attitude. Nevertheless, the result 
coincides with Hur & Perry (2014) where they found that moderate tenure has the 
strongest work attitude while longer and shorter tenures yielded weak work attitudes. 
Similar conclusions were made by Wright & Bonett (2002). 
CONCLUSION 
The work attitude of MSU-IIT office personnel are affected by factors such as 
generation, educational attainment, length of service, and status of appointment. The 
importance of pursuing higher studies such as master’s degrees is beneficial to both 
the office personnel and organization as it increases the skills of the workers. With 
more knowledge and skills, employees are better equipped to do their tasks, assist 
others, and improve the efficiency in the workplace. Moreover, better compensation 
and benefits motivate office employees to perform however, when their tenure is 
secured, they become complacent.  It is therefore recommended that office personnel 
to pursue advance studies and attain higher education to improve and develop their 
skills.  For the management, it is recommended that they provide avenue, such as 
scholarships and grants, to office personnel to pursue higher education. As well as 
improve the status of appointment of job order personnel, and, develop programs to 
reduce complacency and motivate permanent employees. 
 However, some limitations of this study need to be acknowledged.  First, work 
attitude measured in this study refers to the subjective evaluation of participants 
towards the different aspects related to work.  Also the study only explored the direct 
relationship of the variables such as generation, tenure, status of appointment, and 
academic achievement to work.  attitudes.  Lastly, participants are from an academic 
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institution supported by the government Thus conclusions are limited to data 
gathered.  Thus, it is recommended to explore work attitudes alongside the 
performance (e.g. productivity, absenteeism, tardiness) of the participants in the office, 
as well as, to investigate the variables used in this study in qualitative terms to obtain 
in-depth understanding.  Lastly, it is recommended to conduct a similar study but to 
office personnel from different private and public institutions and agencies. 
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